The prime aim of this study, is to find out if the Commercial Banks in Almafarq Governorate in Jordan have the suitable and healthy learning environment through the presence of the learning organization dimensions, which were identified by Marsick 1996, 2003), The Commercial Banks operating in the governorate of Mafraq were chosen to be the focus of this study. The population of the study consisted of all employees of these commercial banks, and because of their limited number, the researchers, took all of them as the entire population of the study to make results more credible and tenable. The major finding of this study states that, Commercial Banks in the city of Mafraq are learning organizations, but the presence of learning environment is just slightly above average, and therefore, the management of these branches needs extra efforts in the future to nurture the learning culture.
This is aimed to strengthen people's participations into autonomy. Through autonomy, individuals are considered to be having a lot more directive power, thus, providing them with opportunities to make qualified initiatives. Therefore, a learning organization cannot succeeded without a shared vision (Senge, P.M., 1990) . 3). Connecting the organization to its environment There are strong relationships between the internal and the external environment of a learning organization. Attached to internal environment is to be responsive to the needs of their members, while the connection with the external environment means that every demand of the external customers will affect the entire organization, including the community where the organization operates, competitors and stakeholders. 4). Providing a strategic leadership for organizational learning To become a learning organization, requires a leadership that could direct, facilitate and create dynamism. Cultural values in an organization need to be supported by managers or leaders. Leaders have important roles in a learning organizations since they not only originate commitment to change but also enhance the employees' ability to learn (Senge, 1996) . Garvin (1993) suggested that learning at operational, policy and strategic levels needs to be conscious, continuous and integrated; and that management is responsible for creating an emotional climate in which all staff can learn continuously. Örtenblad (2002) suggested that there are four understandings of the learning organization concept. The first is the old organizational learning perspective, which focuses on the storage of knowledge in the organizational mind. Learning is viewed as applications of knowledge at different levels. The second type is the learning at work perspective, which perceives a learning organization as an organization where individuals learn at the workplace. The third is the learning climate perspective, which exemplifies the learning organization as one that facilitates the learning of its employees. The fourth is the learning structure perspective, which regards the learning organization as a flexible entity. Bates R. & Khasawneh S. (2005) examined the relationship between organizational learning culture, learning transfer climate, and organizational innovation in Jordanian organizations. The results showed that organizational learning culture predicted learning transfer climate, and both these factors accounted for significant variance in organizational innovation. In their study on Assessment of development of the learning organization concept in Jordanian industrial companies (Abu Khadra M., & Rawabdeh I., 2006) examined the impact on organizational performance of the application of management and human resource practices, and attempted to outline key elements and assess development of the learning organization (LO) concept in Jordan. The results of the study indicated that the learning organization concept can be explored in Jordanian industry using eight constructs. These constructs were found to be strongly correlated. In general, the study also identified basic steps in the process of transformation into a learning organization in Jordan. Kontoghiorghes, C., et al (2005) aimed at examining the relationship between certain learning organization characteristics and change adaptation, innovation, and bottom-line organizational performance. The learning organization characteristics such as; open communications and information sharing, risk taking and new idea promotion, and information, facts, time, and resource availability to perform one's job in a professional manner, were found to be the strongest predictors of rapid change adaptation, quick product or service introduction, and bottom line organizational performance. stated that Learning organizations would be able to adapt to the unpredictable environments more quickly than their competitors could, and would be also able to reap the fruit of their success faster than rivals. Banks in Jordan are also Organizations that confront a lot of challenges on both local and t global aspect, such as the stiff competition and the global and regional unrest, hence searching for best ways to face challenges is a demanding task that commercial banks in Jordan must carry out, and one of the approaches is, to be a learning organization. There are contradictory revelations concerning the degree of the learning environment presence at the commercial banks branches at Almafraq Governorate according to the results of the unstructured interview the researchers conducted with some employees in these banks. Therefore, the researchers found a need to conduct this research. Inspired by the above conclusion, the researchers tried to find out if the commercial banks in Almafarq Governorate in Jordan have the suitable and healthy learning organization environment through the presence of the learning organization dimensions which were identified by Marsick, 1996, 2003) 
Related studies

Statement of the problem
Research methodology
The Commercial Banks operating in the Governorate of Mafraq were chosen to be studied for reasons related to the specificity of this region, since it was declared by His Majesty King Abdullah II, as a free economic zone, after the Aqaba special economic zone, and therefore it is getting a lot of care and attention from the government at all levels, aside from that the Almafraq Governorate is the second in terms of area (30% of the total area of the Kingdom), with a population of (250000) people. This research adopted a descriptive research method, and applied the survey of Marsick 1996, 2003) who developed the Dimensions of the Learning Organization Questionnaire (DLOQ), to assess to what degree organizations meet the criteria of the a learning organization environment. This structure provides a model for the researchers to study learning organization dimensions. Research results revealed evidence of internal consistency and the construct reliability of the dimensions of the learning organization (Yang, et.al, 2004) . The researchers also consulted some academicians and practitioners from the banking sector who agreed that, the research instrument is capable of measuring the learning organization environment since it is tested and had been used by many researchers. The instrument is composed of the two parts: The first part covered the demographic profile of the respondents, while the second covered the learning organizations dimensions. Nominal scale was used to get the answers of the respondents on their demographic profile. Likert's scale was used to allow respondents to rate the degree of presence of the learning organization environment, which is ranging from strongly agree as the highest and strongly disagree as the lowest.
Population and Sample of the study
The population of the study consisted of all the employees of commercial banks at Almafraq governorate-Jordan, and their number is within the reach of the researchers, researchers decided to take the entire population of the study to make results more credible, thus 110 questionnaires have been distributed to all employees working in these banks, and 99 or (90%) of the questionnaires were retrieved, 34 were excluded for not meeting validation requirements, hence 65 or (about 65.5%) of the questionnaires were valid for analysis.
Data Collection Procedures
The researchers made use of the secondary source of data such as references and published researches in the field of learning organization and organizational development, which contributed to the development of the theoretical framework and allowed researchers to gain more understanding on the topic. In addition to that Primary data were also obtained through the main instrument which is a survey questionnaire.
Test Reliability and analysis of the coefficient of internal consistency
The test items reliability appeared in the questionnaire was conducted, factor analysis was analyzed by using the statistic package for the Social Science (SPSS) and all indicated a satisfactory level. Table 1 shows the values of coefficient of internal consistency of all variables of the Learning organization dimensions, with a result of 84.5% which is acceptable since it is more than the minimum required percentage which is 60% for social science researches (Cronbach, 1951 For the sake of discussion and interpretation of results of the study, the researchers applied on the following equation to compute the range: Range= (the highest average value-the lowest average value) / (number of levels): (5-1)/ (3) =1.33 Therefore the results will be as the following: 1-Results between (1-2.33) represent a week average response rate. 2-Results between (2.34-3.67) represent a medium average response rate. 3-Results more than (3.68) would be a high average response 7. Findings presentation and results discussion 7.1 Answering the main question of the research which is, at what degree the learning organization environment is present in the Commercial Banks branches at Almafraq Governorate, taking into consideration the learning organization dimensions identified by Marsick 1996,2003) .
Insert Table 2 -here The Learning organization environment is highly present at the Commercial Banks in Almafraq Governorate, with a mean of 3.87. Encouraging collaboration and team learning was the most dominant dimension with a rating of 3.95 and a standard deviation of 0.0.935, followed by establishing system to capture and share knowledge with a mean of 3.94 and a standard deviation of 0.864. Promoting inquiry and dialogues showed the least among respondents rating with a mean of 3.75 and a standard deviation of 1.003. What is being shown in table 2 manifests that, management of Commercial Banks in Jordan in general, and in Almafraq Governorate in particular is aware of the effect of learning organization environment on the performance of these banks, aside from that the Jordanian government is adopting an open market economy which will leave no place for any backward management style in the financial market place. Testing the first main Null Hypothesis H0; The learning organizations environment dimensions are not present in the commercial banks branches at Almafraq Governorate in Jordan.
Insert Table 3 -here Table( 3) shows that the first main hypothesis is rejected because the t-value is more than the tabulated (t) (33.825 > 1.96) and under the significance level of (α ≤.05), therefore the alternative hypothesis(H1) was accepted, This confirms that the branches of Commercial Banks in the Almafraq Governorate are learning organizations, and at the same time share the same conclusion of (DiBella and Nevis, 1995) who believed that learning happens in any organization and therefore any type of organization can be a learning organization, therefore, that could also be applied to banking sector.
Testing the first sub-hypothesis H0a, that states; Commercial Banks branches in Almafraq Governorate do not create continuous learning opportunity
Insert Table 4 -Here In terms of continuous learning shown in table 4, continuous learning dimension was rated high since it scored an average of 3.90 with a standard deviation of 0.828, but the item that is related to the freedom of discussing mistakes openly in order to learn from them got the highest in rating with a mean of 4.25, followed by they identified skills they need for future work tasks, with an average of 3.89 but the lowest in rating is the item" in my organization people are rewarded for learning. This is a cause for optimism because learning on an ongoing basis is a healthy sign for any organization that wants to become capable of learning, and survival especially with regard to the banking sector Insert Table 5 -here Table ( 5) shows that the first sub hypothesis is rejected because the t-value is more than the tabulated (t) (9.811> 1.96 ) and under the significance level of (α ≤.05). Therefore the alternative hypothesis(H1a) is accepted, This clarifies how much attention the continuous learning dimension is receiving from the Commercial Banks management in the region of Mafraq, because the sector is vital and at the same time needs to be responsive to any change in the external environment.
Testing the second sub-hypothesis H0b, that states; Commercial Banks branches in Almafraq Governorate do not promote inquiry and dialogue
Insert Table 6 -Here Table 6 reveals the above average response rate (3.75) on the promotion of dialogue and inquiry which is considered to be an essential ingredient to any organization that aims to promote the culture of learning, but treating each other with respect got the highest rating (3.71) because the value of respect is embedded in Arabic culture, followed by people spend time building trust with each other (3.79), the least in rating is asking what others think when someone states his view.
Insert Table 7 -here Table(7) confirms that the first sub hypothesis is rejected because the t-value is more than the tabulated (t) (11.475> 1.96) and under the significance level of (α ≤.05), therefore the alternative hypothesis(H1b) is accepted, which means that management in these banks put emphasis on the aspect of the promotion of dialogue and inquiry in their organization..
Testing the third sub-hypothesis H0c, that states; Commercial Banks branches in Almafraq Governorate do not encourage collaboration and team building
Insert Table 8 -here  Table (8) shows the presence of team learning dimension in the studied population, since it scored an average of 3.95 and a standard deviation of 0.935. Teams also treat their members as equals, regardless of rank and culture, which is confirmed by a response rate of 4.27, come next to that is with almost equal rating are items 1,3 and 4, they confirm a strong team learning culture.
Insert Table 9 -here Table ( 9) confirms that the alternative hypothesis (H1c) is accepted since the null hypothesis is rejected, the tvalue is more than the tabulated (t) (15.434> 1.96) and under the significance level of (α ≤.05), which means that management of these banks makes the environment of learning through teams available to everyone.
Testing the fourth sub-hypothesis H0d, which states systems are not established in the Commercial Banks branches to capture and share learnings
Insert Table 10 -here Commercial Banks branches in the Governorate of Almafraq were able to build a system capable of capturing and sharing learning as shown in table (10), with slightly high average of 3.94 and a standard deviation of 0.864. The variable related to people ability to get needed information any time quickly and easily, scored the highest response with an average of 4.06, followed by organization measures, mainly, the results of the time and resources spent on training with a score of 3.98. On the contrary, maintain an up to recent data base of employee skills got the lowest in rating.
Insert Table 11 -here Table( 10) confirms that the alternative hypothesis (H1d) is accepted since the null hypothesis is rejected, the tvalue is more than the tabulated (t) (32.183> 1.96) and under the significance level of (α ≤.05), which means that the management of these banks built a system capable of capturing and sharing kowledge.
Testing the fifth sub-hypothesis H0e, which states that people working at the Commercial Banks branches in Almafraq governorate are not empowered toward a collective vision
Insert Table 12 -here Table 12 illustrates that people in the Commercial Banks empowered toward collective vision but the response rate of (3.79) which is just slightly above the medium average. The item" my organization recognizes people for taking initiative" is the highest in rating followed by " my organization gives people control over the resources they need to accomplish their work", but the lowest is "my organization invites people to contribute to the organization's vision" scoring only 3.55.
Insert Table 13 -here Table ( 13) confirms that the fifth sub hypothesis is rejected because the t-value is more than the tabulated (t) (12.361> 1.96) and under the significance level of (α ≤.05), therefore the alternative hypothesis (H1e) is accepted, thus we conclude that the researched population is empowered toward collective vision.
Testing the sixth sub-hypothesis H0f, which states that Commercial Banks branches in Almafraq governorate are not connected with their external environment
Insert Table 14-here  Table 14 emphasizes that, the researched population is connected with its external environment. The mean of their answers is 3.87 which could be interpreted as a an above average answer, in addition to that the item " My organization encourages people to get answers from across the organization when they face a problem" got the highest in rating compared to others, but the lowest in rating is the item" My organization considers the impact of decisions on employee morale".
Insert Table 15 -here Table( 15) confirms that the sixth sub hypothesis is rejected because the t-value is more than the tabulated (t) (23.088> 1.96) and under the significance level of (α ≤.05), therefore the alternative hypothesis(H1f) is accepted, so, we conclude that the researched population connected with its external environment.
Testing the seventh sub-hypothesis H0g, which states that the management of the Commercial Banks branches in Almafraq governorate does not possess leadership model that supports learning.
Insert Table 16 -here Table 16 shows that, the leadership dimension got a response rate that is 3.87 which is considered high. of Respondents majority agree that the management provides leadership that ignites learning, besides another item got an equal rating which is" In my organization, leaders continually look for opportunities to learn", this result confirms that, leadership is a major requirement for a firm to qualify to be a learning one, The rest of the items got an almost similar rating. Table ( 17) shows that the seventh sub hypothesis is rejected because the t-value is more than the tabulated (t) 33.825> 1.96) and under the significance level of (α ≤.05), therefore the alternative hypothesis(H1g) is accepted, so, we can conclude that the management of the Commercial Banks branches in Almafraq Governorate does not possess leadership model that supports learning. 8. Summary of Conclusion 1). It can be said that the branches of Commercial Banks in the city of Mafraq are learning organizations, and there is no doubt about that. The presence of the dimensions of the learning organization is accepted at this moment, but it is slightly above average, and must be taken with great caution. Thus, the study population have to work on how to improve the environment which improves learning. 2). Environment of continuous learning is prevalent in the branches of Commercial Banks in the province of AL Mafraq, and it is evident from their ability to discuss their mistakes openly and freely to learn from them, Moreover they determine what is required from them in the future to identify the skills necessary to do so. In addition to that, management of these banks provides the necessary resources to facilitate the learning process. 3). There is an atmosphere of intimacy and trust among the respondents of the study, and this may be due to the nature of Arab culture that focuses on respect and work valuation. Workers can ask any job related inquiry without any feeling of embarrassment. 4). Learning through teams, would sound like a slogan in some organization but fortunately it is being applied through different means, such as, the equal treatment. Team members receive from each other regardless of position and rank, and freedom of adapting their goals and plans as needed, so researchers believe, this dimension would allow organization to exploit their workers' talents and innovative thinking to an optimal level. 5). Respondents were able to build a system capable of capturing and sharing knowledge, since they have an access to any kind of Job related information, two way communications through electronic and other means is also part of their management rituals. Aside from that, respondents prefer meetings that are conducted in an open place so as to allow the brain storming to take a stronger effect. 6). No empowerment can take place without learning environment. The freedom of taking initiative and appropriate action is practiced among the study respondents but it is only a few lines above the moderate level, which calls for an extra efforts to be exerted by the management of these banks in the future toward more empowerment of employees. 7). The researched organizations are connected to their environments, employees even seek answer to any problem they face from different sources inside the organizations, at the same time they are open to the external environment represented by the external community. 8). The leadership that supports learning opportunities and training, continually learn, and safeguard the value system, is present in the researched organizations in above moderate level, but there is still room for improvement.
Insert Table 17-here
Limitations
This results of study are valid only for Commercial Banks which operate in Almafraq Governorate or another city in Jordan that has common denominators with it. In addition to that, Jordan Banking sector is composed of two types of banking, the Commercial and the Islamic Banking, so the findings of this study are not applied to Islamic Banks because of their different guiding principle. 
